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ABSTRACT

Men and women are not now similar in all their 1likes

and dislikes, but it is an unanswered question as to which of those
dissimilarities are directly related to job satisfaction or

‘dissatisfaction. Basically, the sex difference problem raises an

issue which is emphasized throughout the paper: that the goal of
interest measurement is to predict job satisfaction because the
methodology and validation of interest measurement are only
indirectly related to that goal. New problems for interest
measurement~-the question of applicability to women of approaches
based on men, and the questions raised by the current dramatic break
in the socialization process of women--are examined in terms of th2
two types of interest measurement surveyed, one of which relies on

stable socialization and is heavily tied to the past;
not take into account the experiential effect on interests.

the other does
The

contemporary view of career gquidance emphasizes continuing
exploration of career and self, and appropriate use of interest

inventories with women may 'lecd to focused exploration in totally new
areas. Interest inventories should no longer be merely reported, they
should change behavior. (Author/AJ)
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Thus, interest measurenient has become one of those cstablished
institutions which requires scrutiny and reexamination of basic tenets. It
is the purposc of this paper to raise again, in light of our current under-
standings, question.s about the basic objectives of interest measurement,
the assumptions, rationales, or theories on which it is based, and to examine
the Aimplivati(ms of those ob,ectives and assumptions [or the career choices
of women and men in a time of social flux and change.

Interest Mcasurement in Perspective

The problems, issues, and conccrns which are being raised with
regard to interest measurement are many and complex. Our own ideas and
opinions on these topics have been in a state of change for several years and
we doult that the ideas in this paper will represent our final thoughts, At
this point in our thinking, wc have been jorced back 10 s0lne vouy baoic Lo .0etr
-o£ interest measurement, namely what are interests and why are we trying to
measure them. We believe reconsideration of what and why are basic to an
examination of the questions which relate to the usefulness or bias of interest
inventories. Therefore, we begin this paper by examnining interest measure-

meut in the perspective of its hi:torical theories, purposes, and methods.

What Arc Irterests?

William James was one of the first psycholopists to deusl with the concept

of interest., To James,

"Only thosc items which I notice shape my mind--without
selective irterest, exprrience is an utter chaos. Interest
alone gives accent and emphasis, lipht and shade, back-
ground and foreground=-~intelligible perspective, in a word
(1890, p. -03)."

°
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Thus, James saw interests as a cognit.'?ve function of the mind, instrumental
in selecting and orgar-zizing an individual's exper{ence.

Kitson (1925) perceived the concept of interest in terms of the psycho-
Yogical constructs -of "identification' and "self.' To Kitson,

"To be interested in a thing is to endeavor to identify
one's self with it (1925, p. 141),"

In a classic review of interest measurement Fryer (1931) distinguished
between "'subjective' and ""objective'' interests. Subjective interests were
defincd as feelinqs‘ of pleasantness and unpleasantness toward certain cuperiences
and objective intercsts as observable reactions to such experiences. Both
subjective and objective interests were viewed as acceptance-rejection activities.

In discussing interests, W, V. Bingham (1937), head of a group of
individual psychologists at th)e Carnegie Institute of Technology, defined au
interest as a tendency to become absorbed in an experience and to continue in it.

"We therefore define interest not only in terms of the

objects and activitics which get attention and yield

satisfaction, but also in terms of the strength of the

tendencies to give atiention to and seek satisfaction

in these competing objects of interest. '

Strong's early conception of interests revolved around an empirical

definition based on the differentiition of inen in various occupations by the

Strung Vocational Interest Blank. By 1943, however, Strong {(1943) presented

his views on the nature of interests-in the introductory chapter of The Vocational

Interests of Men and Women. Simiply stated, Str_-Gng saw interest as:
"They (inlterests) point to what the individual wants to
do, they are reflections of what he considers satisfying
(1943, p. 19)." ’



In more recent work, Stong related,

"What are interests?... They remind me of tropisms.
We go toward liked activities, go away from disliked _
activities (1960, p. 12)." _ -

"Interest scorea measure a complex of likea and disliked
activities selected so as to differentiate-members of an
occupation from nonmembers. - Such a complex is equiva-
lent to a ''condition which supplies stimulation for a par-
ticular type of behavior, '’i.e., toward or away from
participation in the activities characteristic of a given
occupation. Interest scores are conaequently measures
of drives (1955, p. 142)."

The concept of interest was further refined by Carter (1944). Carter |
! extended the concept of interest to include the ideas of ''developmental growth, "

the ''self concept, ' and ''identification.' The main impact of Carter's ideas

may be gleaned from the following/qg,mplen of his writing:
", ..the individual derives satisfaction from the
identification of himself with some respected group;
by this method he seizes some sort of status. This
identification leads to an interest in restricted
activities and experiences; to the extent that this is b

true the person learns about the vocation and the
vocational group (1944, p. 185)."

Darley (1941) suggested that interest types represented outgrowths
of persona.lit;y development and that occupational selection and elimination -
were functions of personality type as well as functions of abilities and/ o;.'
aptitudes. Darley (1941) concluded that:

. . occupational interest t pes grow out of the develop- -
ment of the individual's personahty (1941, p. 65)." . .

The concept of interest type was further elaborated by Bordm (1943) ‘-

in terms of self-concept and identification. Bordin maintaincd that in answering

an interest inventory an individual expresses his acceptance (or rejection)
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of a _particulér view or concept of himself in terms 'of his occupational stereo-
types. For Bordin, interests encompass c_ertain patterns of lilces and dislikes
that are expressions of personality, and as the self-concept fluctuates and changes |
so -tdo will the pattern of likes and dislikes.

A.somewhat different approach to the concept of interest has been

provided by Berdie (1944).
- IMVhen intorests are considered as expressicns of liking
aad disliling, attention can be paid to the objacets liked
or disliked., These objects form constellations; they have
characteristivs in common that enable us to place them
in classes,"

Berdic mainfaincd that such counstellations were relatively constant and could
be considercd fundamental aspects of pexsonality. The specific interestz or

objects involved in the constellations could change and learning and emotional

1

S e Vie e ¢ wotd 2 @l st then Bl the constellations (or patterns of fntsront)
themselves are nol as susceptible to experience and are probably determnined

by con-.itutional and early social factors,
Super (1949) formulated a concepiual definition much Jike Bordin's:

" “[nterests arc the product of interaction between inherited
aptitudes and endocrine factors on the one hand, and oppor -
tunity and social evaluation on the other. Soemce of the things
a person does well;prineg him the satisfaction of mastery or
the approvil of his companions, and result in interests,
Some of the things his associates do appeal to bim and,

tlirough identification, che patterns his actions and interests
after them; if he fits the pattern reasonably well he remains
in it, but if not he must"seek anoiher identification and
develop another self- concept and interest pattern (p. 406).’

Holland's view of int: csts can be seen in the following quoten from

a recent book (Hollaud, 1973): Y



"In short, what we have called 'vocational interests' are
simply another aspect of personality (p. n."

. !
"Just a8 we are more comfertable among friends whose
tastes, talents, and values are similar to our own, so
we are more likely to perform well at a vocation in
which we "fit"" psychologically...In the present theory,
the congruence of a person and his environment is defined
in terms of the structure of personality types and environ-
‘mental models (p. 9)."

In summary, we can note several important common featurcs of these

conceptions of interests. First, they are a constellation of likes and c_iislikes

°

leading to consistent patierns or types of behaviors. Second, they may involve |

some mix of genetic and environmental causes, but they are certainly related
to environmental influences. Third, although the explanations of intere sts
relate to satisfaction with activities, they are not derived from a clear
explication 61’ the link b¢tween interestsfand satisfactions.

Why Measure Interests?

As described in the previous section, interests are a pervasive
p;;rt of A person's personality and an impeortant guide to behavior. Thus,
for this reason alone it would be "interesting” to these theorists to measure
interests, However, we are concerned here not with researchers or theorists
but with the implications of interest measurement for the people whose
interests are being measured. When interest measures are used as feed-
back to such people, the basic. goal or purposc of the interest measurement has

been clear, even when only implicitly stated. That goal has been to provide

people with information which would help them identify careers in which they

would be satisfied. The word ''satisfied" is used here to refer to various

forms of satisfaction including happiness and personal fulfillment,

vy -
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Strong (1943) indicated this important link between interests and
happiness or satisfaction,

"The more happiness is stressed, and not
mere efficiency, the moxe concern educators
must have for interests; for they are indicators
of what activities bring satisfaction. (p. 3)"

The same basic goal remains today as can be seen from Campbell (1971),
. £\
"The Strong Blank is designed to help guide
the student and the emplouyce into arcas where
they are likely to find the greatest job satis-
faction. (p. 2)"

v
2

Similarly, according to Kuder (1968)

"Interest scores...can be used to help
[an individual] set goals likely to bring
him personal fulfillment. (p. 3)"

Intem.-ests and Satisfaction

Intereses Have beean defiucd in vaiying ways. thzieviearstic cousiclla-
tions of likes and dislikes, patterns of be.havior, drives, sel/f-conccpts, or
personality. The bas’ic_ g_oa.l of measuring intérests has been given as pr_ovidiz:g
information to help identify occupational situations which will be satisfying

" .
and those which will not. Thus we must examine the link between interests

as a characteriati.c of a person and the occu?ational environmen.ti-as a source
o‘f a variety of types of satisfaction. As can be seen from the foregoing dis-
cussion of interests, this link is elusive at best,

The link between interests and satisfaction is provided by a primary

theoretical theme_of vocational peychology--namely, that congruence between

an individual and the environment leads to satisfaction in a job. This theme
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c'a.n be seen in dif-fe'rent forms ir both 'trait and factor theories and psycho-
,vdynamic theories, the two lines in the historical development of vocational
psychology ideni:ified by Crites (1969). The roots of this congruence theme
can be seen in the man-job matching model.of Parsons (1909) and has been
emphasized m the writings of numerous other authors (e. .g. » Dawis, England,
ﬂand Lofquist, 1964; Holland, 1966, 1973),

Though espousing the congrucnce notion, interest inventory dcv'nlopcrs
have not been directly concerned with the relationship between personal and

envirpnmental characteristics. Instead interest measures have been built

around personal charactcristics alone, namely, constellations of likes and *

-
-

dislikes which describe a person's behavior pattern or personality type, Thus,
~ the problem of the link between measured interests and job satisfaction remains
& central probiem {01 interest measurement mothiwdoivgy.

Intcrest Measurement Methods |

In this section we briefly survey the dominant rationales for intcurest
- measurement methods and how they provide the link to job or career satisfaction,

the stated basic goal,

People-similarity rationale, Historically, the dominant method of

interest measurement hars derived from the observation that people in the
same job have similar characteristics, similar likes and dislikes. As Darley
and Hagenah (1955, p. 19) noted, "The mest generar clue 1o an understandirg
of interest measurement is found in the old adayge that birds of a feather flock-

touzcther." From this occurrence o logic or rationa\le for interest measure-~

ment can be stated:
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Rationale 1: If a person likes the same things . |
that people in a particular job like, the person aesf Cﬁﬁ
will be satisfied with that job. :

\' N\”\l X

According to this rationale, one measures the degree of similarify between
a person's likes and dislikes and those of people in a number of jobs and
concludes that the person will likely be mos,t. s-a.tisfied in the job for which
the similarities are the greatest., The two his.torica.lly dominant interest
inventories, the Strong Vocational Interest Blank and the later Kuder forms,

are-implementations of this rationale. For simplicity of discussion, this

rationale will be referred to in this paper as the people-similarity rationale.

As stated, the people-similarity rationale is morc an empirical observa-

‘tion than a rationale. AnL-l, in fact, interest measurement in its most widely

-

used forms (the Strong arlld the later Kuder forms) has been primarily an
empiri.cal science. Aith_t&ugh the question "Why is a person who has interest
si.milar to those Qf pe':og)lo. in a job likely to be satisfied with that job?" has not
been ent'irely ignored, it has recei.ved far less attention. th:an the observation
itse.lf that such a person is.likcly to be satisfied. The apparent a.-nswcr..to this
very basic question "Why?'" can be gleaned from the c;mccpti-ons. of interest
described above: People who stay in and are satisfied with a particular job
do so because the job provides an environment which is, in some unspecified
way, congruent with thei:r constellation o_f likes and dislikes, Thus a person
with interests similar to such people would have similarly congruent
intcrests for thak job erfvironment.

Activity-similarity rationzle. A derivative of the peopic-similarity

rationale which has reccived greater emphasis in recent years could be called
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the activity-similarity rationale. In its purest form, this rationale answers
the question "Why? " which intervenes betwcen similarity and satisfaction

‘ina very direct way.

Rationale 2: If people row like to do activities similar
to the aclivities required by a job, they will like those
job activities and consequently be satisfied with their job.

t

Under this rationale, one measures a person's likes and dislikes for common
ag:_t"ivit‘i.es'similar {o those required on a job and concluder that the person
will likely be most sa;tisfied in the job requiring similar activities to those
which the person now :most likes to do. —

A number of recent efforts have placed great emphasis on types of
activities as they relate to job activities. The Ohio Vocational Interest

)

Survey (D'Costa et al, 1970) emphasizes the data, people, things dimensions

R P . T L L LS T Tt oe T R L i
of Jue aCiavaly aard WoLs nilUll U @vrivarand sawidd 1ae2 Dicistiana ¥V s Q..\_\.,;at.c.::‘.{

Titles. Holland's Self-directed Search (Holland, 1973) classifies past job-
related activities into categories derived from and related to the structure of the
.world of work., Prediger and Roth (in press) provide a direct link from a job

activity orientation to a personality orientation seen in the structure of

interests pervasive in present interest measures (Holland et al, 1969; Cole

and Hanson, 1971)., And recent interest inventory development at The American
College Testing Program (The American College Testing Program, in press;
Hanson, in press) has relie¢ on common, familiar activit}es with an apparent
relatioh to job activities as the basis for two new inventories, However,

none of these approaches relies on a pure form of the activity-similarity

' rationale. Instead, activities have been used more as an indicator of the




21 i

LY

- . of likely satisfaction with particular job activities. : N‘\\ﬁ"

’

- How Have Intcrest Measures Been Validated? QQS»‘

—— PO

If the basic goal of interest measurement 1s to relate to the many aspects

of job satisfaction, the obvious way to validate interest measures is to .

/

L
*

- empirically relate them to measures of ij satisfaction, In fact, each of the

[fwo rationales described sugpests a different ideal validation,

[
-_— . 1

i People-similarity validation. For the first rationale based on people-

- .+ similarity, the obvious validation procedure is to relate interest scores to
measures of satisfaction on the job. However, immediately 2 number of
‘ problems arise, First, the concept of job satisf.ction is complex and difficult ~1
- to measure. As Strong (1958) observed,
. "Years wpo I contended that t.ore was "uo koiter
- ' criterion of a vocational intcrest test than that of ’
satisfaction enduring over a period of years'
(10, p. 385). 1 have never used satisfactior as a
criterion on the pround that there seemed to be
no pood way to measure it. Such correlations as
have been reported between interest scores and
satisfaction have been for the most part too low
to be of practical significance. [p. 449]"
. Strong was no exception in these feelings and today interest inventories have
still not used rneasures nf job sa‘isfaction as criteria !cr validation (except
in terms of global satisfaction ratings in defining occupational criteria iroups)
just as the rationales of interest measurement have not directly involved the
why and how of job satisfactioni. But the rmeasurement of job satisfaction has

progressed over the years and we belicve a fruitful area for future rescarch

is a more thorough exainination of the relation of interests to various sources
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of job satisfaction (some of which we would expect to have a relation to

-

interests and others of whic}; we would expect no relation).
A second problem with this idea] validation concerns the prediction of
relative satisfaétion in different occupations when people can be in only one
{or a ve'ry few) occupations at one time. Thus, we can usually only observe
the degree of relationship of th; interest scores to satisfaction in onc job--

the one the person chooses to enter,

Because of these problems with these ideal validations, interest
inventories have been validated in terms of group membership. Strong listed
four propositions needed to establish the predictive value of his vocational

interest measures,

1. Men continuing in occupation A obtain a higher
interest score in A than in any other occupation.

2. Men continuing in occupation A obtain a higher
interest scorc in A than other men entering other
occupations.

3. Men continuing in occupation A cobtain higher scores
in A than men who change from A to another
occupation.

4, Men changing from occupation A to occupation B
score higher in B prior to the change than in
any other occupation including A, [1943, p. 388]

S

All four conditions rely on the occupational group to which a person belongs

as an implicit indicator of the job in which that person would be most satisfied.

[}

And, in fact, empirical results have tended to confirm that people's interest
scores (whether occupational scales or general scales) are consonant with

the occupation in which they are employed and with which they state a general
level of satisfaction.

The group membership criterion piaoses an important technical problem

& N T
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aside from the fact that it only indirectly addresses job satisfaction. The

T

g
problem is that social influences can make the relationship between interests \

—

and group similarity high even when people would have been much happier

in other occupations. As long as the society ch -unels people with particular

"

characteristics into particular cccupations, interest inventories validated /

“

against group membership will be considered_highiy valid whether or not

the people in an occupation are hoppier than they would be in other occupa -

tions and whether or not there are many people with other characteristics
. N

who could be happiest in that occupation,

Activity-similarity validation, Under the activity-similarity rationale,

an inventory measurcs the liking of a person for activities related to job

activities. Thus, the first step in ideal validation is to relate empirically

the i~vertoried Mker and Melitos of common, familicry sotivitiog -ith the

likes and dislikes of actual job activities, Sin_'c_g_thef\cmnmon goal is to relate

to job satisfaction in a inore global sense, the. second ‘step is to discover

the extent to which liking particular.job activities is important to more general
job satisfaction. Although, as noted earlier, the purpose of inventorying

likes and dislikes of such activities has commonly been to indicate general
personal characteristics as in the people-simila.trii:ywprocedures. it would
appear to us to be very useiltfxl' to pcrform‘aoﬂr'ne of the steps of the ideal activity-

-

similarity validation to learn more about the relative importance of various

sources of job satisfaction and the link to interests,

New Problems for Interest Measuremment

The perspective of interest measurement given in the previous section
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involves additionally two dominant elements not yet discussed, Fir st, interest
measurement h'a~s_' been predominantly developed by, for, and about men,
Conceptions of interesht.s have been largely based on data about men's
interests; inter_est measurement methodology has arisen out of interest
measures on- men; and interest measures have been validated érimarily
on men. Second, interest measurement has depended on a relatively
stable sociai situation in which no larg.e breaks or changes in the social-
ization process occur within an individual life history or at a point or
period in the society's history. |

These two clements raisc special problems in the 1970's. First, "
we are clearly concerned with women as well as men and we must examine
the applicability for women of approaches based on men. Second, we are
in a time of a rather dramatic break in the continuity ot the socialization
process for women as it relates to careers, self-concepts, and occupational
roles. Thus, we must examine interest measurement approaches in light of
this discontinuity. In this section we examine some of these new problems
for interest measurement,

" Problems with People-similarity Methed

The people-si.nilarity rationale described above relies very heavily
on the stable socialization process and is tied very closely to the past. Two
“special problems of this method arise from its highly empirical orientation

and its reliance on the status quo.

—Limits of empiricism. Interest measurement has histqorically been
x""'
a highly empirical science. As already noted, the thipg~We know most about

N )
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We know much less about why

t is thai it has tended to work in the past.,
To know something has worked in the past is very useful as

it has worked.
long as the future is like the past. When the future is dramatically different,

then we nead to know why something has worized in the past in order to judge
Thus, the empiricism of interest

if and how it might work in the future.
measurement which has been onc of its great strengths is, we believe, at

this time in history a weakness.
The people similarity methodology, which

‘Reliance on the status quo.
uses group membership as its primary criterion, relies heavily on the status quo.

The group membership criterion, which undoubtedly properly includes clements

of satisfaction (groups are usually limited to those expressing some level of

l"-‘:Lu; oo s..s\»l S:tuat-._"l. E'Q:'

- .

satisfaction), also may, and almost certainly does, include elements extran=ous

o, froad the =

PN ve e e .
tv Juw sdviezatiuiva Vue resul

example, when a physician scale is constructed by the people-similarity

method, the scale is defined by the likes and dislikes of current (at the time .,
Since many physicians have, in the

of construction), satisfied physicians.
past, come from relatively high socioeconomic status (SES) backgrounds, the

physician scale of the Strong, for example, reflects these backgrounds
Although these items might relate to one's

as can be seen in Table ]

-
Inscrt Tabhle 1 about here

e e AN W G D M G M N G T M D SN B E A M W W e
.

satisfaction in associating with people with similar lnqh/SEb interests, they

seem hiphly questionablc as interests essential to satisfaction as a physician

especially when the ficld of medicine itself is takine steps to break this
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Table 1

Selected Positively-scored Items from the SVIB Physician Scale for Men?

Amusements : QOccupatiohs
Tennis . Orchestra Conductor
Chess .
Bridge 4 School Subjects
i Art Galleries ~ Literature
- Symphony Concerts
Skiing Types of Pcople

Musical Geniuses

3From Campbell (1971). The entire SVIB Physician Scale for men
includes a total of 76 items: 8 Amusements; 22 Occupations; 12 School
Subjects; 6 Types of People; 9 Activities; I3 Preferences Between Items;
6 Abilities and Characteristics.
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traditional physician mold and encouraging the enroliment of a more

~

diversified group of students. ":

!

In the casc of women, the proble_'m of reliance on the status quo

|
i

becomes especially pronounced. It app{ears in obvious fashion in the lack
of some occupational scales for womenﬁ. Under the status quo, there are
many occupations with few or no womejn in them and, therefore, qnder.
- | \ the p::upfe-similarity methnd the potcn:ftial of women for\satisfactidt; in

these jobs cannot be predicted.

-\

\ Problems with Activity-similarity Methods

\

- Although the activity-similarity method avoids some of the problems
of the people-similarity method by relying on the activities required on a
job rather than the people who happen to be in it, it raires a different set

- of problens,

Experiential effects on interesis. The activity-similarity' method

relics on people's liking or disliking of common activities similar to those
- " reqWiNred on jobs, However, the socialization process results in quite
differdnt exposure to activities by men and women. For example, ina

ide study, Prediger, Roth, and Noeth (1973) found wide differences
e

—

- in the career-related experiences reported by girls and boys in gradV

9, and 11, Thesc data indicated that the expressed interests‘_pf»méﬁ

. '
and women in such activities differ markedly in ways that parallel the
experiential difterences. "Thus while we know that only 17% of the 1969

Strong Wonien-iu-General sample (Campbell, 1971, p. 403) liked "repairing

electrical wirir;g," we do not know whether more would have liked it if the
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. social setting encouraged rather than restricted such an activity for girls

or, more import[antly. whether more girls would learn to like it if théy were

encouraged. Thus, because oftthe' differe‘nces in socialization, not liking
~an activity might have quitc a different meaning for a boy who had tried it and
been "allowed' to like it than for a girl whose socialization ruled it out. The © -

activity-similarity method therefore must deal with the differences in social-
N -
ization, in general, and in particular, their implications for predicting job

satisfaction. ' -

Problem of Sex Differences ‘\ ‘ /

The types of items which have historically appeared on interest ipve '/t’or_ie 8

-~

are sul;je_ci_ to systematic sex differences. The previously ggﬁd/‘g;pair'mg -
electrical wiring' is a case in point. In contras/t{ with the 177% women quoted
: _ -
abov., 377 ol e 1709 Sioong I.Iexa~l..:§,.a51:l satuple i cpur tod Likaag that
" activity (Campbell, 1971,/1/):,,40'0)(/Becauae of these sex differences, occupa- -
tional séallea wf;e,cbh;t!ructed separately by sex, masculinity-femininity _
scales Jaa_’é'é:i/c‘m items which differentiated the sexes came into being, and even |
St sei)arate fcrms of the inventory were constructed. There are, however, =
pitfalls into which this historical pattern has led us.

\

First, in the ~ase of empirical‘(’ccupational scales, the historical

. ¥
pattern has limited the information an ijiventory provides women since occupa-
tional scales are based on people already in occupations and many occupations
have few women. For the same reason there are similar but fewer restrictions
3

on the information given men., By leading us to .ieparate the sexes in this way,

this historical pattern has limited the dircct comparison of men and women in
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the same occupations to determine to what extent there are differences in
likes and dislikes and whether there are crucial likes and dislikes, regard-
less .of sex, in relating to job satisfaction. Thus, we are left knowing that
there are sex differences presently without knowing their relevance or irrelevance

or implication for predicting job satisfaction.

e

There are similar problems with scales measuring general interest

dimensions such as those of Holland. Holland has documented sex differences

~on his logically based scales and argued [undated (a)] that he is intentionally

measuring-the socialization process which differs now for girls and boys,
resulting in different interests. We agree that he {s measuring the sccializa-
tioﬁ process and that it does now differ for girls and boys. However, we
doubt that liolland's basic intention is to measure the socialization process
i SC &3 Suw bo aon Leom the slatensint, "The SDS crovidas a methed

for locating groups of occupations where a person is most likely to find satis-

‘factior |Holland, nodate (b), p. 1. "

We believe it is an unanswered question as to whether the sc-cializatioh
process of girls is as predictive of job satisfaction as the same orocess for boys
when girls have not been socialized to exaxﬁir.g as wide a range u .ossible
interests as boys and yet rather suddenly have access to that full range. Thé
dilemma as we see it is presented graphically in Figure 1. Inthe past (Ca;scs
1 and 2), t}}e socialization process matched the car'ec:r process in terms of
the range of ¢xperiences and options. If we are in a’state of transition, as

wcubelieve. the preseni (Cases 3 and 4) can Le illustrated by a mismatch:

career options are opening before the early socializaticn process can be
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A N AREAS OF AREAS OF

o SOCIALLY~-ACCEPTED SOCIALLY-ACCEPTED
INTEREST OPTIONS CAREER OPTIONS

CASE 1

MEN-PAST-1
CASE 2

WOMEN~-PAST=-?

CASE 3

MEN-PRESENT-?

CASE 4

WOMEN-PRESENT-?

Fig. 1. A graphical representation of the correspondence of the socialization
process with the career options available to men and women.
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changed accordingly. Although hopefully the future could be characterized by the

full circle .of options for both sexes, that situation will not immediately be reached.
- In the interim, we must make some decisions and take some type of action.
Althoygh the implications of the situations depicted in Cases 3 and 4

of Figure 1 are unknown, at least two different hypotheses on which to base
action are possible. _One hypothesis derives from the argument of Holland
noted above and will be discussed here as the hypothesis of socialization
'dominance..

Hypothesis of Shcia]ization Domina.nce.‘ Until the arecas

of socially-accepted interest options become broadened

during a person's development, the careers in which
such pcople will be satisfied will not broagden,

An alternative hypothesis emphasizes the importance of career opportunitie:s

over sncialization. This hypothesis is implicit to the work of Cole (1973)

4

on the structure of women's intcrests and will be referred to here as the
hypothesis of opportunity dominance.

Hypothcsis of Opportunity Dominance. When career
opportunities widen, people will find satisfaction

in a wider range of careers in spite of limiting
aspects of their earlier socialization. {

Although neither hypothesis can be proven at this time, the particular one to
which a person subscribes has importantﬁimplications for the tréatment of
sex differences in interest measurement.
Basically, the sex difference problem raises an issue which has been
- emphusized throughout this paper, namely, that the goal of intervest measure-
ment is to predict satisfaction in a job or ;areer. Because the methodolugy

and validation of intcrest m%remcnt ic only indirectly related to that goal,
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it ie.:.easy to replace that gaal witﬁ the prominent means, similarity of pgople
or activities, and the sémi&'arity methodology tends by its nature to support
the hypothesis of socialization dominance. But the problem of se# differences
forces us to recall the-morle basic goal. Men and women are not nov.} similar
in all glieir likes and dislikes but is an unanswered qdest;on as to which of
thosé dissimilarities are d;rectly related to satisfaction or dissatisfaction.
When we recognizé this gozal of p;?edicting satisfaction, it becomes clear that
we do xioﬁécno_w .w.hich hypothesis is c.orrect. ‘Since our actions are likely to
be based on one or the other, in.the interim we must judge the val;xe c;f the two
hypotheses not by their correctness but by the results of the action to which
they lead.

PProblems of Norms and Reference Groups

Oue of the iinpociant implicatious o e iwo By puthcecs vuncis as
the norms or reference groups used in interest inventories. Holland reports
interests as raw s.cores.. No norm or reference group is used, instead the
reference is the logica.l basis of the items. Tiﬁs results in scales which reflect
very clearly the socialization process and women tend to score hi'ghcst on
Social and Artistic scales and very low on the Realistic scale, _-Such score
reparting is consistent with the hypothesis of socialization dominance.

By contrast, recently dt;ve]oped intéerest instruments at The American
College Testing Program (as part of the ACT Career Planning Program and
the ACT Assessment) and the much oider Kuder homogcneous scales use a
different approach consistent with the opportunity dominance hypothesis, For

those inventories, the raw pgeneral scale scores are compared with norms of
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“the same sex as the person taking the inventory. Thus. a woman's score .

. \ ]
on a Technical scale, which may be low when compared with scores of men,

is reported as high it is higher than the Technical scores of most women.
The logic here is that some women will be able to find satisfaction in the ull

A 4

range of occupations (hypothesis of opportunity dominance) and the best beté

in the previously unentered areas ade those women who have higher interests
. ~ '

than the mean produced by the socializatiun process. Some support for these

procedures is found in the structure of w.omen's interests reported by Cole

(1973) in which referencing women's scores to women's norms produced the

full range of interest patterns and occupational profiles which closely paralleled,

where comparable, the occupational profil'es based ox:xnen's interest scores.
These two casus are §aged on the use of general interest scales.

Even ere;ter problems exist for occupational scales although they tuke some-

what different forms. The application of the socialization dominance hypothesis

would lead to the continued use of available occupational ;scales'for women

along with the construct‘ion of new occupational schles as women entered new

occupations in sufficient number. However, both the Strong (at lcast, the new

Strong-Campoell Interest Inventory) and the Kuder athgmpt to“broaden the

.information given by reporting scores for women on occupational scales developed

for men which-seems at least a step in the direcction of the opportunity dominance
hypothesis. However, according.to the last information ava\ilai:le to us, the
Strong-Campbell will report the general Basic scales using a combined scx
reference group which vill resulf in interest patterns more nearly corresponding

to Holland's raw score patterns and the socialization dominance hypothesis



W R*“‘\»\S' 24
gt ®

-

than to the same-sex reference patterns.

Vocational Development and Career Guidance

Historically, interest inventories have been viewed as a source of
. info‘rmation input ;at the time of career choice decisions. Carcer choice

was often viewed as én "event' ogcurring at a single point in time. Thus,
students who had to select a college ma’.j_'or or decide on a job might go to a —
college counselor, take an interest inventory, and try to make a decision.
'I’hg inventory was designed to agsist such a choice at a pressing decision
point.

However, today the' prevailing view of career decisions and carcer
guidance is distinctively different. i’irst. career decisions are viewed not
as an event but as a process which begins very early in a child's development
and ~ontimvee thrpnshoyt Vife in a warjney nf ravaer deciajnn -~ ~tivitieg, (Career
educ#tion programs being developed for the schools emphasize these develop-
mental as?ects and are designed to promote career related experiences--
bo.th ""hands on'' and vlca\:}ious--'in the full range of career options, ~ Carecr
knowledge and exploratibn are emphasized in the schools with the basic poal
to avoid the sudden, pressured, ‘'choices’ at a time when some decision must
be regched. Such programs of career education and career guidance offcr |
many helpful possibilitiés in the broader experiences they provide and encourage
for women at a time of transition. -

Career guidance as it existsitoday emphasizes the use of information,
including interest invenfories, to stimulate career cxploration and the oxplo;a-

tion of self in relation to carcers (Prediger, 1974). This process of exploration
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should lead people to discover new things about themselves and about the
world of work. Using this type of information people can begin to consider
a broader range of career opti.ons. The usefulness of this type of stimulation

B

is that it provides focused explorati-éx{:‘Appropriate use of interest inventorics

- _ with women may well lead to focused exploration in totally new areas.

- Caree'r_guidancc programs also-emphasize the importance of trans-
forming guidance informaéion into action. That is, interest inventories should
| no lopger be merely reported or interpreted. They should change behavior.
This may éccur in the form of students”seeking new job experience - involving
parents in their career decision-making, and participating in volunteer werk

. X
experiences. 'Thus, therc are new prcxbnlems~ and altered roles for interest

inventories in this broadly conceived career guidance frainework.

Where Do ‘We Go From llere®

A primary result emerging from the pegspective of the previous section
is the lack of simple answers to the difficult problems raised. There are

how-ever, both discouraging and encouraging elements to be noted. The followine

statements are represcentative of our present beliefs after a reexamination
of basic tenents and methods.

1. Interests still seem to us to be an important concept
with considerable potential value for understanding
differences and characteristic ways of behaving which
people possess. Further, we suspect that interests
will continue in the future to relate in many meaningful
ways to various types of career satisfaction.



2. We believe the goal to provide people with information
which will help them choose careers in which they .
will be happy and satisfied is timely and worthy. The
need to open wider career options for women and for
men makes the goal perhaps even more important at
the present than before. '

3. We believe that present interest mecasures give important
information about characteristic paiterns of likes and
dislikes and their historical occupational membership
correlates,

4. We feel that if the link between interests and job satisfaction
had been morce explicitly examioned during the last quarter
century then we would know more now about predicting
job satisfaction in a changing social environment and in
particular about predicting job satisfaction for women.

5. We believe that we are in a situation in which many basic
questions about validity of interest inventorics cannot yet
be answered completely or well, Thus we must make
decisions in the interitn with incomplete information.

When we are in a situation of not knowing what action is ''valid"
in tcrms of ultimate goals, possible courses of action must be evalvated
in terms of possible advantages and disadvantages. One possible -ourse
of action would be to stép using interest inventories until we know more
about the implications of recent social change on their ultimate validity.
This action would avoid pussible bad predictions but would also eliminate
any possible positive role inventories might play. Another course of action
would be to continue to use inventorics but to take whatever actions are

{

necessary to minimize the possible negative eficcts. The remainder of this
paper deals with interim actions designed to mansimize positive and minimize

possible negative effects and the assumptions on which these actions are

based,
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A Proposed Context for Interest Inventory Use ) g‘g\wﬂ

In an earlier section we described current conceptions of vocational

..y

—

development and the career education and careér -guidance programs which
correspond to those conceptions, According to these views, career guidance
occurs as a process rather tha.n at a single decisi.un point and involves pr_ov‘iding
a person with career experiences of various types and with information ubout
self and careers, and emphasizes the importance of exploration behavior in

the process of career decisions. Prediger (1974) has focuscd on this iniportant
role of career exploration in the career guidance process, Within that context,
he views tests or inventories primarily as atirfxuli..to that exploration,

We believe that implementation of a broad career exploration program

provides the proper contcxt in which interest inventories can serve a very

valaahlae vala ag 2 etipnelye for nenlorstion, Such.2 use of interset inrontzriar

provides an interim course of action which maximizes the benefits of the
inventories and minimizcs the possible detriments,

- Our belief in the value of this interim course of action is based on at
least three assumptions, The first assumption is that people nced some form
of stimulus or organizing assis‘ance in making career plans. Second, the

- best way for people to make judgments (or p;edfctions) abhout whether or not
they will be satisfied in an occupation is to obtaix; all the information they can
about themselves and about the occupation. "Third, by embedding interest
inventory results in a broad career exploration process in which further

explcration follows any inventory result, the nepative impact.of incorrect

inventory predictions can be minimired,




What Can We Expect an Interest Inventory To Do?
In the context of the career exploration process, we have two primary
; . '
expectations for an interest inventory. These two expectations are expressed
here as guidelines for interest measurement with several subordinate guide-

lines encompassed under the two peneral areas.

Broadened options. The first area of expectation for intercst inventories
- 4

concerns the broadening of carecr options.
1. Interest inventory scores should suggest occupations
which broaden the options of both sexes throughout the
full range of carcer areas.
.There are several important aspects of this desired broadening. The first
concerns the rela.fion of inventory results to previous job preferences. As
we view the career exploration proucess, a person.with some job p*efe\‘rence
would expiore that job 1n many ways and on the basis ¢f thal sapivs alion woulll
reach some sort of decision about the appropriateness’ of that job in relation to
various personal goals. . Thus, we view the predominant role of interest inventories
as a broadener of options-~-to suggest reasonable possibilities fo? exploration
which the persén might otherwise have failed to explore. While a traditional
distinction has bleen made between this e-.. loratory role and a confirmatory
role, we place far greater importance on the former. One v.vay to examine
the.degrec to which options are broadened is to compare inventory results
with previous job preferences i:lm accord with the following guideline.
l.a. For a given group, it is desirable that there
be same variation between original occupational
preferences and inventoried occupational

suggestions and that an irventory produce
sevoral occupational options for each person.

o~
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The second aspect of the broadening of options concerns the typé of
alternative options which an inventory suggests. For example, guideline |
l.a. could be met by the inventory suggestions of '""medical technologist" and
. ""dental hygienist" to a woman whose original job preference was "nurse."
This type of broadening within sex career stereotypes is insufficient. Similarly,
it is inadequate to broaden options only within sex-relatced career areas such
as suggesting primarily social types of occupations for women.

l.b. Interest inventories should produce approximately
equal distributions of scores for men and women

throughout the full range of possible general scale
and occupational scale scores.

This guideline has important implications for the norming of intercst \scorcs.
Prelinilinary data presented in Table 2 from a report in preparation at the
Am;:rican Cullege Testin\g Program shows the distributional implications of
three types of gereral scale scorec trom tne-f\(;‘l"lxlte;'cfs: inventory ios the
type of two point codes used by Holland., Both the raw scores and scores
refcrenced to a norm group composed equally of women and men produce
vastly different two sczale code options for women than for men. .By contrast,
the distributions of codes are quite similar for women and men when separate
sex norms are used. Onuly the .cores produced by the separate sex norms
meet guideline 1,b  With present instruments, people's scores will likely
have to be reported in terms of their relation to the distribution of scores
cbtained by people of the same sex in order to accomplish the balanced
distributions required under this guideline. Thus, we come back again to the

previous discussion of the hypotheses of socialization dominance and opportunity -

dominance, and guicielim_e 1.b. is clearly an expression of the latter hypothesis.
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<$j§> Table 2

<

Distribution of Parcentages of Holland Codes for Women and Men
for Different Types of Score Referencingl

Codes Based on Codes Based on Codes Based on
Holland Ceode Raw Scores Separate Sex Norms Combined Sex Norms
: W M _ W M 1 M

Social Total (67.3%)  (26.3%) (17.97) (14.3%) (28.87) ( 4.17)
SE 14.3% 6.9% 5.1% 3.8% 6.6% 1.3%)

SC 11.3 1.8 2.2 1.5 6.0 0.3

SR 1.6 7.2 . 2.7 2.2 1.3 1.1

SI 11.8 4.5 3.3 2.4 5.6 0.8

SA 28.3 5.9 4.6 4.4 9.3 0.6
Enterprising Total ( 3.1%) ( 9.6%) (13.6%)  (13.3%) (11.1%) (14.0%)
_ES 1.7% 3.8% 2.9% 2.9% 3.47 2.0%

iEC 0.4 2.2 3.8 4.8 2.8% 4.3

ER 0.1 1.8 2.0 2.0 0.2 3.9

EI 0.1 0.7 0.¢ 0.9 0.6 1.5

EA 0.8 1.1 4.0 2.7 4.1 2.3
Conventional Total ( 9.7%2) ( 8.7%) (18.07) (16.2%) (20.0%) (11.9%)
cs 5.8% 2.5% 2.87% 1.4% 5.4% 0.6%

CE 2.2 2.6 6.8 6.2 7.4 4,6

CR 0.2 2.1 4.8 4.0 1.7 3.9

CI 0.4 1.2 1.8 2.9 2.4 2.2

CA 1.7 0.3 1.8 1.7 3.] 0.6
Realistic Total ( 0.2 (18.97) (14.4%) (19.4%) ( 2.8%) (35.3%)
RS - 0.2% 6.1% 1.8% 2.07% 0.7% 2.07

RE 0.0 2.8 2.2 4.2 0.3 8.7

RC 0.0 2.9 3.2 4.3 0.8 6.5

‘RI 0.0 5.5 3.8 5.7 0.2 14.5

RA 0.0 1.6 3.4 3.2 0.8 3.2
Investigative Total ( 9.1%) (30.0%) (19.3%) (21.27) (13.5%) (24.7%)
I8 5.5% 11.77% 4,97 5.1% 5.2% 2.5%

1C 0.1 1.5 1.2 1.7 0.4 1.7

IC 1.0 2.5 3.3 3.9 2.0 2.7

IR 0.2 10.1 5.1 3.9 1.4 12.8.

- IA. 2.3 4,2 4.8 6.6 4.5 5.0
Artistic Total (10.87%) ( 6.4%) (16.77) (15.3%) (24.1%) ( 9.47)
AS 7.8% 3.2% 5.07% 5.1% 12.0% 2.5%

AE 0.5 0.9 2.8 3.4 4,0 1.8

AC 0.7 0.2 1.9 1.3 3.0 0.8

AR 0.3 0.8 3.8 1.4 1.7 2.5

Al 1.5 1.3 3.2 4,1 - 3.4 1.8

TOTALS 1007 100% 10 1007 100% 1007

./'

1Based on the scores of 3,439 college~bound high sclael students (2,009 women
o nd 1,430 men) who took the ACT Interest Inventory in October, 1972.

28
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A.s already noted, the validity of either hypothesis is not now known, There-
fore, guidel.ine 1.b. is an expression of a belief first in the evgntual va}idity
of these types of predictions of satisfaction and second in the maximal i
positive aspacts 2nd minimal negative gspect's of this interim course of action.
If the opportunity dominance hypothesis is true, inventory results consistent
with the socialization dominance hypothesis will have reinforced inc_c;rrect

and inappropriate stereotypical views and minimized further exploration. QOn
the other hand, if the socialization dominance hypothesis is true, inventory
results consistent with the opportunity dominance hypothesis will have led
people to waste time exploring new career areas but likely nothing more
harmful since that exploration should result in the elimination of inappropriate
inventory suggestions. Thus we justify 1.b. not only by our beliefs in the |
opportunity dominance hypothesis but inore impurtantly in its high potential
for positive social effect and its low potential for negative social effect.

While we see great sg;cial value and minimal harm in expanding options
as described, this interim action should not substitute for more thorough
attempts at validation. Further, these validation attempts should not be
limited to the people similarity approaches described earlier in this paper,
Instead they should bc cimed at the use of interest measures to predict some
aspects of job satisfaction or fulfillment, Whilc it will be impossible to
validate the predictions of job satisfaction deriving from the two hypotheses |
within a short time, mmal steps should be undcrtaken and primitive initial

types of validating data should be sovght. Even crude initizl data cm‘l@

give valuable information about the appropriateness and the problems of” ,
%
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suggesting that a woman consider the occupation electrician, for example.

"l,c. Tentative, short term forms of validation
should be undertaken to determine user
reaction to the appropriateness of inventory
results, especially reaction after exploration
of the suggested occupation.

w

1.d. Studles of the types of job satisfaction and
their relation to vocational interests should
be initiated. .

Inventories as stimuli. Within our conception of the career guidance
process, interest inventories serve primarily as stimuli to exploration,

Thus, a second major area of expectation which we have for interest inventories
concerns this role.

-

2. Interest inventory results should stimulate exploratory
behavior. , . :

If we expect interest inventories to serve as a stimuli, then we must examine
the exploratory steps and actions which people take as a result of the inventory.
Although the study of inventory impact could have been useful and informative

-

at any time in the history of interest measurement, we have found only limited

N £

and very recent empirical examinations of such impact. Holland and his
colleagues showed concern with the behavioral impact in the design of the

SDS. Zener and Schnuelle (1972) empirically examined SDS impact on the
number and type of occupational options considercd., They reported an increase
in the number of options considered after taking the SDS but no broadening

of the type of option. Redmond (1972) reported that both boys and girls were
likely to sf:ek more vocational information after the SDS experience.

Note that when the goal is to produée certain types of behavior, then
#
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- various aspects of the inventox_-y must be examined in light of that goal. For

éxa‘;'xxple._ under the goal of widening options, "an inventory might result in
40 possibilities. Within the present concern with behavioral impact, 40
- options would likely be overwhelming and produce little exploration. Thus,

the two goals interact in the final answer of the best characteristics of an

- ¢

‘inventory. Note also another implication o'f trying to produce exploratory

- behavior concerns the supporting materiuls and score reports, Under this

goal such materials should be designed to have maximal impact on exploratory

1

behavior. \

To study inventorics as stimuli, i;;formatiou must be collected about
! ,
the nummber and types of job exﬁlored after inventory use and about the forms
that expl.orétory bebavior took. Such studies, though not now available, can
Ve avcuiupiionty in Frastuawbll posicd. of Lime as they invelve o leng torm

l.b e - saa

follow-up, and supporting materials that may influence the results of such
studies are relatively easy for publishers to modify. Thus, we are led to
two more specific elements of guideline 2.
'2.a. Aninterest inventory, its supporting materials,

and its score reports should be designed to

maximize exploratory action by the person taking

the inventory.
. 2.b. Studies should be reported in inventory manuals
to show the effect of lack of effect of the inventory

on exploratory behavior.

Summary and Conclusions

We have described some expectations for interest mcasurement which
can be examined at least in preliminary ways in a short time period, Accom-

- o plishment of those expectations will not answer all the vltimate, final questions
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ahout interest inventories as predictors of joh satisfaction. It will, however,
leave us in a position of beginning to answer those ultimate long-range questions
while maximizing benefits and minimizing ill effects of present procedures,

If should be 'no;ed that the usefuln?ss of an interest inventory for any
group of concern (different age groups, racial-ethnic groups) can be evaluated
in t'erma of how well these two areas of expectation are met within that group.

If an inventory does not broaden options or produce explo.ration in the particular
group of concern then we would question its use with that group. Similarly,

the appropriateness of any type of interest scale (occupational or general,

" empirical or logical) would be judged in terms of whether it meets the stated

Jrivite

expectations for broadening options and producing exploration.
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